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ABSTRACT
 
This study investigated a number of questions regarding
 
recruitment sources. The main question answered was the
 
relationship between the referral source and subsequent
 
performance. The relationship between ethnicity, gender,
 
age, and the type of recruitment source used was also
 
analyzed. When performance was analyzed, current employees
 
proved to be a better referral source when looking at
 
quantity and organization, interpersonal skills, work
 
attendance, and responsibility and initiative. The
 
personnel department was the best source when observing the
 
adaptability of workers. The results for work skills and
 
behaviors, and use of proper safety were insignificant. No
 
significant differences were found when examining the
 
relationship between recruitment source, and ethnicity,
 
gender and age. These results are discussed in terms of
 
their implications.
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INTRODUCTION
 
Recruiting the most highly qualified pool of applicants
 
for any given job is a high priority for any organization.
 
Hiring is the most important decision an organization can
 
make. People are the critical resource in the business
 
world. The productivity of any company depends On the
 
people who are employed in the organization. Therefore, the
 
quality of the finished product produced, regardless if it a
 
business report or a piece of machinery, is dependent on the
 
quality of the person who constructed it.
 
\ The importance of hiring is also shown by the evidence
 
that 1) the quality of performance persists through time,
 
and 2) a relatively small percentage of those hired are
 
responsible for a disproportionately large percentage of
 
both--the'-^best--and the.Jwors^^^ ^(Shapero, 1985).
 
According to Shapero, some professionals know this as the
 
"80 - 20" or the "90 - 10" rule. In other words, 80 - 90%
 
of the best output in the organization can be attributed to
 
10 - 20% of the people, and 80 - 90% of the mistakes can be
 
attributed to another 10 - 20%, Therefore, seemingly small
 
improvements in hiring can cause large improvements in
 
performance.
 
One way to accomplish the goal of quality hiring is by
 
examining the recruiting sources that the best applicants
 
utilize in their job search. Recruiting sources normally
 
have been divided into two categories: informal and formal.
 
Informal sources can include referrals by friends, self
 
referrals (walk-ins), rehires, and present employee
 
referrals. On the other hand, formal recruiting sources may
 
consist of newspaper and magazine advertisements, employment
 
agencies, and high school or college placement offices.
 
Turnover Issues:
 
Research suggests that informal recruiting sources are
 
associated with lower rates of employee turnover (Decker &
 
GorneliuS, 1979; Gannon, 1971). In the Decker and Cornelius
 
study (1979), employees of three different organizations
 
(N=2,466) were tracked for twelve months from their date of
 
hire. Quit rates were computed in the same manner as Gannon
 
(1971). Recruiting sources were classified into the five
 
following categories: newspaper advertisement, employment
 
agency, employee referral, walk-in, and "other". The
 
results showed employee referrals to be the best recruiting
 
sources in relation to turnover while employment agencies
 
were the worst.
 
As mentioned above, Gannon (1971) computed twelve-month
 
quit rates for the employees examined in his study. Data
 
were collected by a bank personnel department over a four
 
year period. A total of 6,390 employees were hired during
 
this time. In this study seven referral sources were
 
observed. These ihcluded referrals by newspaper
 
advertisements, a major hiring agency contracted by the
 
bank, other hiring agencies, present employees, rehires,
 
high school placement office, and 'Vbther" which mostly
 
contained people who walked in to the personnel office. The
 
results showed the superiority of present employee
 
referrals, rehires, "others" (with many of them being walk-

ins), and high school placement offices. With the exception
 
of the high school placement office referrals, the more
 
formal recruiting sources such as the major hiring agency,
 
other hiring agencies, and newspaper advertisements appeared
 
to be inferior when looking at employee turnover.
 
Performance Issues;
 
Other studies also support informal recruiting sources
 
when studying the type of recruiting source a candidate uses
 
and his/her subsequent job performance (Breaugh, 1981;
 
Kirnan, Farley & Geisinger, 1989; Shapero, 1985; Ullman,
 
1966). When exploring the relationship between referral
 
source and subsequent performance, Breaugh (1981) studied
 
112 research scientists. The organization where these
 
people were employed categorized recruiting sources as
 
follows: college placement office, self-initiated, newspaper
 
advertisement, professional journal/convention
 
advertisement, and referral by a current employee.
 
Performance data was obtained from performance evaluations
 
which covered 4 different performance dimensions. These
 
dimensions included quality, quantity, dependability, and
 
job knowledqe. The referral source an employee used had a
 
strong effect on quality, dependability, and job knowledge.
 
Overall, individuals referred by newspaper advertisements
 
and college placement offices were inferior in performance
 
compared to employees recruited from professional
 
journal/convention advertisements, and self-initiative. The
 
author noted the reason for this may be explained by the
 
more accurate information received by potential applicants
 
through the informal sources.
 
Kirnan, Farley, and Geisinger (1989) found that
 
informal recruiting sources attracted better performing
 
employees, with employee referrals attracting the best
 
applicants Overall. The sample observed contained 5,037
 
employees hired during 1981. The results for all employees
 
studied supported the informal referrals in regards to
 
superior performance. Besides studying the overall
 
recruiting source effect, the authors looked to see if there
 
was a difference in recruiting sources used within each
 
group (ethnicity, age, and gender). Ethnicity was
 
categorized as non-minority (white), black, and hispanic.
 
The age variable was dichotomized into "under-40" and "over
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-40" age groups. No signifleant differenees were found when
 
looking at age. On the other hand, the study found that
 
blacks and females used the more formal sources such as
 
newspaper advertisements. The authors credit the more
 
precise information that Can be obtained through informal
 
referral sources for the sources* success. They believe
 
that the poorer quality applicants will screen themselves
 
out once they acquire all the information possible.
 
When looking at ethnicity, Caldwell and Spivey (1983)
 
found results which agreed with Kirnan, Farley, and
 
Geisinger (1989). They found that black employees used
 
formal sources more frequently.
 
According to Shapero (1985), people who found out about
 
a job through their oWn initiative were the best performers.
 
He attributes this to group norms and social circles. These
 
social groups and their norms are crucial to people's lives.
 
Therefore, people are extremely careful of how they act in
 
professional-social circles. If someone finds out about a
 
job through a friend and is subsequently hired, this person
 
has to live up to his/her friend's expectations and
 
standards. If this person does not, he/she faces possible
 
consequences such as rejection from the friend and other co­
workers. The sources of recruitment under consideration
 
consisted of employment agencies,
 
newspaper/trade/professional advertisements, company
 
5
 
recruitment, and self-recruitment.
 
Ullman (1966) discussed supporting evidence for
 
informal recruiting sources. This evidence was discovered
 
through a three year study conducted by the University of
 
Chicago on the Chicago Labor Market. It was found that 38
 
out of 42 companies that showed a preference for a
 
particular type of recruiting source opted for the informal
 
types of referrals because of superior performance. It was
 
noted that present employee referrals were especially high
 
quality for two reasons. First, current employees usually
 
do a good job pre-screening their friends/relatives before
 
telling them about a position. Secondly, the potential
 
applicant can learn more about the pertinent facts of the
 
job before making the final decision to apply.
 
Some research on referral sources have not completely
 
supported informal recruitment sources. Caldwell and Spivey
 
(1983) found formal sources to be better, but only for short
 
tenure employees. The reason may be because the current
 
employees who give more accurate information may consider
 
themselves short-term and consider the job as casual.
 
Therefore, the job candidates and/or new hires may shape
 
their own expectations to those of the current employees.
 
Additionally, Taylor and Schmidt (1983) determined that
 
people recruited through more formal sources performed
 
better overall when attendance was also considered.
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However, they did find that the informal source of rehires
 
tended to be the best performers out of the other referral
 
source categories.
 
Hypotheses;
 
The present study was designed to build upon and
 
strengthen the past research, and to answer some other
 
questions which may have important implications concerning
 
the recruiting practices of organizations. First, this
 
study is hypothesizing that the types of informal
 
recruiting sources available will produce higher quality
 
employees in regards to performance. This hypothesis will
 
hopefully strengthen the significance of the results found
 
by Breaugh (1981), Kirnan, Farley & Geisinger (1989),
 
Shapero (1985), and Ullman (1966).
 
The second hypothesis is that while informal
 
recruitment sources attract higher performers overall, women
 
and minorities use formal sources more often (i.e. the
 
newspaper). The greater usage of formal sources most likely
 
occurs because many minorities and women may not have a
 
network like "The Boys' Club" which many white males are
 
able to utilize. This hypothesis has already received
 
support from Caldwell & Spivey (1983) and Kirnan, Farley &
 
Geisinger (1989). Additionally, in an earlier study
 
conducted at the same location as the present study,
 
minorities were found to use the newspaper (a formal source)
 
more often than the informal Sources when looked at
 
individually (Erb, 1989). While this study was helpful, it
 
was not extensive enough to answer the question presented
 
here. First, it does not compare minprities against non-

minorities. Instead it compares the referral sources used
 
by minorities with the overall sample. Furthermore, the
 
study does not look at the types of recruitment sources used
 
by women.
 
The third hypothesis is guided by research done by Dean
 
& Wanous (1984) and Suszko & Breaugh (1986) which found that
 
employees given more information about the job develop more
 
realistic expectations. This enables them to cope better
 
with a new and different environment. More accurate
 
information about the job appears to occur through informal
 
sources rather than formal sources (Breaugh, 1981; Kirnan,
 
Farley & Geisinger, 1989; Ullman, 1966). Therefore, the
 
informal recruiting sources should produce employees who
 
score higher in the "adaptability" section of the
 
performance appraisal. The "adaptability" Sections includes
 
the following performance items: 1) performance in new
 
situations, 2) performance under pressure, 3) performance
 
with minimal instruction.
 
The predicted aging of the Workforce is the basis for
 
the fourth hypothesis. With the demographics of the labor
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pool changing, it would be helpful to determine if there is
 
a difference in the recruiting source used by the "under-40"
 
and "over-40" age groups. Because older workers have been
 
working longer, they know more potential contacts and have
 
greater networking possibilities than their younger
 
colleagues. Accordingly, the "over-40" age group will
 
utilize the informal recruiting sources more than the people
 
in the "under-40"age group. Even though Kirnan, Farley &
 
Geisinger (1989) found no significant differences between
 
these two groups, this is the only research that has been
 
done on the subject. Therefore, there appears to be room
 
for further research.
 
METHOD
 
Sample;
 
224 permanent employees of a large municipality in
 
Southern California hired during 1990 and the first half of
 
1991. 43.8% of the 224 are female and 56.2% are male. 145
 
subjects classified themselves as white, 27 as black, 40 as
 
Hispanic, 11 as Asian, and 1 subject declined to give an
 
answer. 166 subjects (74.1%) fall into the "under-40" age
 
group, 49 (21.9%) fall into the "over^40" age group, and 9
 
(4.0%) declined to give an answer. 34.8% of the subjects
 
used formal sources in their job search, 54.0% used informal
 
sources, and 11.2% classified their recruiting source as
 
other. Specifically, 71 applicants were recruited through
 
the newspaper, and 29 through the personnel department. 40
 
heard about the position through current city employees, and
 
35 through a friend or relative. 13 applicants filled out
 
an interest card, 4 called the jobline^ 2 heard about a job
 
On the radio or TV, and 5 'were recruited through a magazine.
 
25 applicants said they found but about their current
 
position through other means. The formal recruitment
 
sources consisted of: the newspaper, the radio/TV, and
 
magazines. The other recruiting sources used were
 
considered informal.
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Procedure;
 
The gender, ethnicity, age group, and recruitment
 
source of the subjects was obtained from an optional
 
information card attached to the employment application.
 
This optional information card is presented in Appendix A.
 
Performance evaluations were obtained from each individual's
 
personnel file. A copy of the performance evaluation form
 
is presented in Appendix B.
 
For the purpose of this study, only the performance
 
evaluations from an employee's probationary period were
 
Considered. The evaluations were combined from the three
 
month, six month, and one year anniversary of a person's
 
employment with the City for analyses. A concern might be
 
the possibility of higher score variability at the three
 
month point than at the one year time period. However, the
 
combining of the appraisal scores from these three time
 
periods was justified because there was seemingly no
 
difference in variability across time. In fact, there
 
appeared to be slightly more variability at the one year
 
point than at the three month point. The number of
 
performance scales were determined by a factor analysis.
 
The adaptability category was looked at separately to show
 
coping ability because it is measuring how people cope in
 
new situations, in pressure situations and in situations
 
where little instruction is given.
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If any of the three performance appraisals were
 
unavailable, the average of the available ratings were used.
 
These averages were calculated by using the averages of each
 
performance scale. The averages were obtained from
 
computing the average of each scale interpreted from the
 
factor analysis.
 
Measures;
 
The variables of gender and age are dichotomous. Age
 
was dichotomized because of the way it is presented on the
 
information card as "under-40" and "over-40". The ethnicity
 
and recruitment source variables are categorical. The
 
recruitment source variable is composed of nine different
 
types of sources that a candidate may use to locate a
 
possible position. The formal referral sources include the
 
newspapers, magazines, and radio/TV. The informal sources
 
consist of referrals by city employees, referrals by
 
friends/relatives, interest cards, and the Gity jobline.
 
Because multiple items on the performance evaluation were
 
combined to give total scores, the performance score
 
variable is continuous. A factor analysis on the scores was
 
completed to determine whether there is a single performance
 
dimension or if there are multiple performance factors.
 
Subsequent analyses were based on scales derived by this
 
analysis.
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Analyses;
 
Analysis of Variance, t-tests, or the Chi-square test
 
of independence were used depending upon the nature of the
 
data. For the first hypothesis, a t-test was performed with
 
performance ratings as the dependent variable and the
 
recruiting source used (formal/informal) as the independent
 
variable. When the recruitment source variable was broken
 
down to further distinguish among the different types, an
 
ANOVA was performed.
 
In analyzing the second hypothesis, a Chi-square test
 
of independence was completed with gender and the
 
recruitment source used as the two variables. When
 
performing the analysis on the second half of the
 
hypothesis, ethnicity replaced gender as the predictor
 
variable. For this hypothesis, the referral source used
 
could not be broken down because too many 9f the resulting
 
cells had expected values of less than five.
 
When studying the third hypothesis, a t-test was
 
performed with the adaptability rating score as the
 
dependent variable and the recruitment source used as the
 
independent variable. An ANOVA was performed when looking
 
at the individual recruitment sources.
 
When researching the fourth hypothesis concerning age
 
differences, age and the recruiting source used were the two
 
variables in a Chi-square test of independence. As with the
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second hypothesis, the recruiting sources used could not be
 
broken down due to inadequate sample size in each cell.
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RESULTS
 
Factor Analysis;
 
A principle components factor analysis was performed on
 
the performance scores with six factors resulting. To
 
determine the factors, the rotated matrix was used.
 
Orthogonally rotated factor loadings are presented in Table
 
1. An item was considered to be loaded on a factor when it
 
clearly loaded the heaviest. Item 15, "observance of rules
 
and procedures", cross-loaded across two of the factors;
 
therefore, it was not included in any of the final scales.
 
Cross-loading would have occurred across other factors if
 
the analysis was done for instrument development. However,
 
in this case, a difference .05 was informally chosen as the
 
cutoff value for determining when cross-loading was present.
 
Furthermore, the logical "fit" of the items was considered
 
when interpreting the factors. For example, the
 
"coordination with others" item was thought to belong on the
 
"work skills and behaviors" scale instead of the
 
"interpersonal skills" scale because, at least in this
 
organization, coordination with others is a necessary job
 
skill in order to complete the work at hand. In this
 
situation, many departments are located throughout the City,
 
and various projects need the work of two or more
 
departments to be completed. In addition, the "attention to
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Table 1
 
Rotated Factor Loadings
 
Factor Factor Factor Factor Factor Factor 
1 2 3 4 5 6 
Job Knowledge ■ 45 .23 .23 .19 .07 -.19 
Plan/Org Work .41 ■ 46 .18 .08 .30 
Thoroughness ■ 74 .19 -.04 .05 .19 .15 
Accuracy .62 .16 -.02 .03 .45 .10 
Neatness of Work ■ 45 .24 .28 -.27 .28 .09 
oral Expression 
.27 .01 .65 .01 .29 .29 
Writ. Expression ■ 70 -.05 .40 -.12 .11 .17 
Amt. of Work .13 ■ 79 .06 -.03 .29 .11 
Completion of Wk ,17 ■ 83 .18 .11 .07 .09 
Attendance -.07 ,06 .19 ■ 79 .03 .04 
Obs. of Wk. Hrs. .09 .04 -.12 ■ 75 .32 .12 
Atten. to Duty .32 ■ 58 -.04 .52 .18 .04 
Comp. with Inst. .48 .39 :.19 .41 -.08 .11 
Coord, w/ Others ■ 49 .31 .41 .41 .07 .14 
Obs. of Rules ■ 54 .22 .19 .25 -.20 ■ 50 
Proper Safety .06 .17 .05 .09 -.03 .82 
Care of Equip. •X4 .03 .13 .03 .21 ■ 79 
Assume Respons. .22 .09 .21 .26 ■ 76 -.02 
Initiative .14 .30 .15 .10 .78 .11 
Getting Along ,08 .48 .60 .11 -.01 .24 
Meeting Public .09 .12 .86 .07 .12 -.04 
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duty" item was placed on the quantity and organization scale
 
instead of the work attendance scale because a person can be
 
absent, but be organized enough to still finish his/her work
 
in a timely manner. Additionally, the "complies with
 
instructions" item was placed on the work skills and
 
behaviors scale rather than the work attendance scale
 
because of its noticeably logical "fit" with the other items
 
on the work skills and behaviors scale.
 
The last three items on the performance appraisal were
 
separated from the other items before the factor analysis
 
because it was already determined because of the nature of
 
the items that they are showing the adaptability of
 
employees. Thus, the seven factors were interpreted and
 
labelled as: 1) work skills and behaviors, 2) quantity and
 
organization of work, 3) interpersonal skills, 4)
 
attendance, 5) responsibility and initiative, 6) the use of
 
proper safety procedures, and 7) adaptability. The
 
individual variables that loaded on each factor and the
 
variables assigned to the adaptability scale are presented
 
in Table 2.
 
In order to justify the use of the factor analysis,
 
ANOVA's and Omega^ were completed using a single performance
 
dimension and the three original categories present on the
 
performance evaluation for Comparison. While the F
 
wassignificant for the single performance dimension, the
 
■ ■ ■ ' 'l7-' 
Table 2
 
The Performance Factors with the Corresponding Performance
 
Items
 
Factor
 
Work Skills/Behaviors
 
Quantity and Organization
 
Interpersonal Skills
 
Work Attendance
 
Responsibility/Initiative
 
Use of Proper Safety
 
Adaptability
 
Performance Item
 
Job Knowledge
 
Thoroughness
 
Accuracy
 
Neatness of Work Product
 
Written Expression
 
Compliance with Instructions
 
Coordination with Others
 
planning and Organizing Work
 
Amount of Work Performed
 
Completion of Work on Schedule
 
Attention to Duty
 
Oral Expression
 
Getting Along with Colleagues
 
Meeting/Handling the Public
 
Attendance
 
Observance of Work Hours
 
Willingness for Responsibility
 
Initiative
 
Exercises proper safety
 
Care of Equipment
 
Performance in New Situations
 
Performance Under Pressure
 
Perform with Min. Instruction
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effect size was less than the effect sizes found for the
 
scales derived by the factor analysis. When the analyses
 
were done using the three sections already present on the
 
evaluation, the F for the job skills category was
 
insignificant, and the effect sizes for the other two
 
categories, work conduct and quantity of work, were not any
 
higher than the effect sizes found for the scales
 
interpreted by the factor analysis. Furthermore, only 33.8%
 
of the variance was accounted for by the first factor.
 
Reliabilitv Analvsis;
 
Next, a reliability analysis was completed to check the
 
stability and accuracy of the six scales resulting from the
 
earlier factor analysis. The adaptability scale was also
 
included. These results are presented in Table 3. The
 
scales that had an alpha of less than .7 only had two items.
 
This limited their potential reliability.
 
Descriptive Statistics;
 
Next, The averages of the available ratings were
 
computed to compensate for employees who did not have all
 
three performance evaluations. These averages were arrived
 
at by computing the average of each scale derived by the
 
factor analysis. If a person was missing one of the
 
performance evaluations, scale averages from the two
 
available performance evaluations were computed. If a
 
'19' ■ 
Table 3
 
Reliability Coefficients for the Seven Performance Scales
 
Scale Alpha
 
Work Skills/Behaviors .7965
 
Quantity and Organization .8114
 
Interpersonal Skills .7091
 
Attendance .6254
 
Responsibility and Initiative .7579
 
Use of Proper Safety .6417
 
Procedures
 
Adaptabi1ity .7209
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person was missing two performance evaluations, the scale
 
averages from the only available evaluation were computed.
 
After the averages for each scale were computed,
 
descriptive statistics were calculated. The means and
 
standard deviations, as well as the minimum value, maximum
 
value, and the mode are presented in Table 4. The
 
distributions appeared to be normal, except for the
 
tendency of kurtosis. The kurtosis occurred because most
 
supervisors favored giving an employee a score of 3,
 
satisfactory, on the performance evaluation.
 
First Hvpothesis;
 
For the first hypothesis, one-tailed t-tests were
 
performed with the resulting values being insignificant
 
across all of the performance scales. Table 5 presents the
 
t-values that were obtained.
 
When the recruiting sources were split up and ANOVA's
 
conducted, the magazine, radio/TV, interest card, and
 
jobiine were dropped from the analysis because the total
 
number of employees in each group equaled less than 20.
 
Four of the performance scales resulted in significant F's.
 
The F-tables obtained from the analysis of variance and the
 
Omega^ of each F are presented in Tables 6 through 11. The
 
interpersonal skills scale had a F(4,141) = 3.923 with p.
 
=.005. The attendance scale had an F(4,162) = 4.281 with p.
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Table 4
 
Means. Standard Deviations. Minimum Values. Maximum Values,
 
and Modes for the Seven Performance Scale Averages
 
Mean 	 Standard Minimum Maximum Mode
 
Deviation
 
Work 23.19 2.943 16.000 35.000 21.0
 
Skills/Behaviors
 
Quantity and 13.34 1.906 8.000 20.000 12.0
 
Organization
 
interpersonal 10.14 1.423 6.000 15.000 9.00
 
Skills
 
Work Attendance 6.577 .975 4.000 10.000 6.00
 
Responsibility 7.097 1.164 4.000 10.000 6.00
 
and Initiative
 
Use of Proper 6.317 .580 5.000 8.000 6.00
 
Safety
 
Adaptability 10.01 1.423 6.000 15.000 9.00
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Table 5
 
Obtained t-values and the Significance of t for the Seven
 
Performance Scale Averages
 
Work Skills/Behaviors
 
Quantity and
 
Organization
 
Interpersonal Skills
 
Work Attendance
 
Responsibility and
 
Initiative
 
Use of Proper Safety
 
Adaptability
 
t-Value
 
-.650
 
-1.12
 
-.060
 
.7900
 
-.530
 
-.140
 
-1.38
 
Significance of t
 
.260
 
.131
 
.477
 
.215
 
.297
 
.443
 
.084
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Table 6
 
Source
 
Sources of Sum of DF Mean F Signif. of Omega^
 
Variation Squares Square F
 
RSOURCE 44.3350 4 11.084 1.386 .242 .00910
 
Residual 44.3350 148 7.998
 
Total 1228.06 152 8.079
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Table 7
 
Source
 
Sources of Sum of DF Mean F Signif. of Omega^
 
Variation Squares Square F
 
RSOURCE 46.2490 4 11.562 3.423 .010 .0541
 
Residual 540.461 160 3.378
 
Total 586.718 164 3.578
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Table 8
 
F-table for Interpersonal Skills Average bv Recruitment
 
Source
 
Sources of Sum of DF Mean F Signif. of Omega^
 
Variation Squares Square £
 
RSOURCE 29.3450 4 7.336 3.923 .005 ,0741
 
Residual 263.682 141 1.870
 
Total 293.027 145 2.021
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Table 9
 
F-table for Work Attendance Average bv Recruitment Source
 
Sources of Sum of DF Mean Signif. of Omega^
 
Variation Squares Square F
 
RSOURCE 15.6840 4 3.921 4.281 .003 .0729
 
Residual 148.380 162 .9160
 
Total 164.064 166 .9880
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Table 10
 
F-table for Responsibility and Initiative Average by
 
Recruitment Source
 
Sources of Sxim of DF Mean F Signif. of Omega^
 
Variation Squares Square F
 
RSOURCE 18.2310 4 4.558 3.563 ,008 ,0579 
Residual 207.199 162 1.279 
Total 225.430 166 1.358 
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Table 11
 
F-table for Use of Proper Safety Average bv Recruitment
 
Source : '
 
Sources of Sxam of DF Mean F Signif. of Omega^
 
Variation Squares Square E
 
RSOURCE 2.0960 4 .524 1.563 .187 .0139
 
Residual 51.938 155 .335
 
Total 54.033 159 .340
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 - .003. The responsibility and initiative scale had a
 
F(4,162) = 3.563 with p.= .008. The quantity and
 
organization scale had a F(4,160) =3.423 with p. - .010.
 
Post-hoc tests using the TUkey HSD statistic revealed
 
that city employees were the best source of recruitment in
 
order to obtain high performers in the interpersonal skills,
 
attendance, responsibility and initiative, and quantity and
 
organization areas. For the interpersonal skills scale,
 
city employees were significantly better (p. < .05) than the
 
"friend/relative" group and the "other" group. For the
 
attendance scale, city employees were significantly better
 
(p. < .05) than the "personnel department" group, the
 
"friend/relative" group, and the "other" group. For the
 
responsibility and initiative scale, city employees were
 
significantly better (p. < .05) than the "other" group. For
 
the quantity and organization scale, city employees were
 
significantly better (p. < .05) than the "other" group.
 
Second Hvpothesis:
 
For the second hypothesis, Chi-square tests of
 
independence were completed with gender and recruitment
 
source analyzed in one test and ethnicity, and recruitment
 
source analyzed in the other. Both results were
 
insignificant. When ethnicity and recruitment source were
 
the two variables, (6) = 3.062 with p. = .801. When
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gender and reGruitment source were the two variables,
 
= 4.0496 with = .132.
 
Third Hvpothesis;
 
The t-test for the third hypothesis was insignificant.
 
When the test was done with the adaptability rating score as
 
the dependent variable and recruitment source as the
 
independent variable, t = -1.38 with E* = .0845.
 
When the recruitment sources were broken down for the
 
third hypothesis, the adaptability scale did show
 
significance. This ANOVA produced a I:(4,154) = 4.122 with
 
p. = .003. The F-table obtained from the analysis of
 
variance and the Omega^ for the F are presented in Table 12.
 
When the Tukey HSD statistic was completed, the personnel
 
department was shown to be the best recruiting source for
 
employees who are highly able to perform in new situations,
 
perform under pressure, and perform with minimum
 
instruction. The personnel department was significantly
 
better (p. < .05) than the "newspaper" group, the "other"
 
group, and the "friend/relative" group.
 
Fourth Hvpothesis;
 
For the fourth hypothesis, a Chi-square test of
 
independence was completed with age and recruiting source as
 
the two vafiables. The results were insignificant, (2) = 
3.663, p. = .1602. 
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Table 12
 
F-table for Adaptability Average bv Recruitment Source
 
Sources of Sum of DF Mean Signif. of Omega^
 
Variation Squares Square F
 
RSOURCE 29.2820 4 .5240 4.122 .003 .0728
 
Residual 273.506 154 1,776
 
Total 302.789 158 1.916
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DISCUSSION
 
The factor analysis produced logically interpretable
 
performance scales. Furthermore, the strength of the
 
reliability coefficients supports the organization of the
 
scales. The marginal reliability of two scales is most
 
likely due to the number Of items. Low reliability reduces
 
the potential for significance in analyses conducted with
 
these two performance scales; nevertheless, the findings of
 
this study generally support the superiority of current
 
employees and the personnel department as recruitment
 
sources.
 
Most likely the t-values from the first and third
 
hypotheses were insignificant because the different groups
 
that make up the informal and formal categories were massed
 
together into the two recruitment source categories. Even
 
though each referral source can be labeled as informal or
 
formal, they may not be similar to each other. A profile
 
analysis was completed using MANOVA to see if there is any
 
difference between the two categories not shown by the t-

tests. By performing the profile analysis, effects may
 
appear because of the combining of the dependent variables.
 
This is in contrast to looking at each criteria one at a
 
time. As with the t-tests, the results were insignificant.
 
The relationship across the six dependent variables was not
 
33
 
only parallel, but flat.
 
The results of the ANOVA's used to test the first
 
hypothesis support the superibrity of current employees for
 
the majority of performance scales. For the four
 
performance scales which obtained significant results, those
 
people referred by current employees were superior. This
 
finding of informal source superiority is consistent with
 
past research with the exception of Galdwell and Spiyey
 
(1983), and Taylor and Schmidt (1983). Taylor and Schmidt
 
(1083) did find that rehires were the best performers in
 
comparison to other employees reGruited from elsewhere. On
 
the other hand, they also found that formal recruiting
 
sources were better overall when attendance also was taken
 
into consideration. Caldwell and Spiyey (1983) found that
 
the newspaper was a better source than current employees.
 
However, the authors admit that in their particular study,
 
the current employees probably thought of the job as short-

term and casual. Gonsistent with the other earlier
 
research, the current employees in this study probably give
 
potential employees more information about the specific job
 
and the general organization. The newspaper and other
 
formal sources cannot giye the potential employees detailed
 
information. In fact, Quaglieri (1982) found that informal
 
sources provide more specific and accurate information than
 
formal sources.
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From this more specific information, possible
 
applicants will be able to know whether or not they would
 
like the position and do well. If they do not perceive a
 
good "fit", they may screen themselves out. Furthermore, as
 
mentioned by Ullman (1966), current employees pre-screen
 
their friends and relatives before telling them about the
 
job. In addition, earlier research (Shapero, 1985) has
 
suggested that people recruited through current emplpyees
 
have to perform to his/her friend's expectations. This
 
person has to act appropriately in order to stay within
 
social group norms.
 
Low variability may have been the cause for the
 
insignificance of the other two performance scales. The
 
distributipn for the"work skills and behaviors" scale is
 
more compressed than most of the other scale distributions.
 
Furthermore, the "use of proper safety" scale's low
 
variability is shown by the small standard deviation in
 
comparison to the standard deviations of the other scales.
 
The seemingly low variability of these two scales can be
 
explained by the minimum qualifications present in any
 
position. No matter how the person hears about the job, in
 
order to make it through the selection process, the
 
candidate must possess the minimum qualifications of job
 
skills and job knowledge. With this knowledge and skill for
 
the job, the potential employee probably knows about any
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safety procedures that are necessary.
 
The results of the second hypothesis are inconsistent
 
with past research. Minorities and females from the City
 
did not use formal sources more often than informal sources.
 
This result may be unique to this particular situation. The
 
city has made great efforts, such as recruiting through
 
minority professional organizations, to recruit minorities
 
and females in order to comply with Affirmative Action/EEO
 
guidelines. Hence, these minorities and women, in turn, may
 
be actively recruiting their friends and relatives. This
 
result may not be generalizable to other organizations*
 
The results of the third hypothesis are consistent with
 
expectations and past research. Employees recruited through
 
the personnel department, which is considered an informal
 
source, adapt better to the jot' than employees recruited
 
from the newspaper, friends/relatives, and other sources not
 
included on the optional information card. These people who
 
find about a position through the personnel department can
 
probably be considered ••walk^ins". When these people come
 
in to the department, they are directed to a bulletin board
 
which displays the flyers for all the current job openings.
 
From these flyers, a person can find out about the general
 
duties and description of the job, the minimum requirements,
 
and the schedule for the job (e.g., if it requires weekend
 
work or working at night). If a person is inquisitive
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enough to ask the eiaployee at the personnel front desk about
 
the job, the employee currently will do eiverything possible
 
to find the answer. Even after the current employee has
 
left this position, this helpful attitude should continue to
 
be encouraged.
 
While the results of the fourth hypothesis are
 
consistent with past research, they are not consistent with
 
this study's hypothesis. Older workers were expected to use
 
informal sources more often because they have been in the
 
workforce longer and have had time to develop networking
 
relationships. One reason for the results of this
 
hypothesis may be the small number of older workers in this
 
sample. While the proportipn of "over^40" workers to
 
"under^40" workers is near one to four, the small number of
 
older workers may have caused a loss of power. This part of
 
the study should undergo follow-up research in three to five
 
years when there may be more older workers in the sample.
 
With the predicted dembgraphical changes, it is important to
 
know how to recruit older workers.
 
Overall, the research supports the use of current
 
employees in order to recruit the most effective employees.
 
The personnel department was also effective, but these
 
results may be unique to the organization Even with this
 
result, the newspaper and other formal sources need to be
 
used in order to publicly announce the job openings in the
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city. Since the newspaper advertisements are still
 
necessary, perhaps efforts could be made to enhance the
 
information given. The use of these sources could be
 
decreased somewhat given that the results of this study
 
justify focus on employee recruitment incentive programs.
 
The money saved by the decrease in newspaper advertising
 
could be used to start this program. This program would
 
entail giving incentives such as gift certificates or a
 
specified amount of money to an employee who referred a
 
friend or relatiye. In order for an employee to receive the
 
incentive, their friend or relative must complete a
 
designated amount of time with the City, for example, six
 
months, and have satisfactory perfoCTtiance evaluationsi The
 
program should giye employees some extra motiyation to help
 
the organization recruit the most highly qualified
 
employees.
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APPENDIX A
 
Optional Information Card
 
PLEASE PRINT — Ihii information wili be detached from your application and used for research and statistical purposes only.
 
DATE:
YOUR NAME:
 
(LAST) (FIRST) (M.I.) (MO.) (DAY) (YR.)
 
JOB APPLIED FOR: (As printed on bulletin) IFOR OFFICE USE ONLY:
 
□ QUALIFIED □ NOT QUALIFIED 
In order to comply with Federal regulations m the area of Eauai Opportunity Employment, employers must have data available on applicant flow patterns (41 CFR 
^2. 12. 60-741.5. 60-250.5). For this reason, we would appreciate your voluntary cooperation in providing the following information. This information will be 
treated confidentially and will not be used to discriminate against any prospective orincumbent employee of the City of Riverside. This information may be provided 
to government officials investigating our contract compliance status. 
ETHNIC BACKGROUND: (See reverse side for definition) SEX: AGE GROUP: 
Choose the one (ONLY ONE) ethnic group with which □ Female □ Male □ Under 40 . □ 40 or over 
you most closely identify yourself, 
How did you hear about this position?□ White □ Hispanic □ American Indiari □ Personnel Department
□ Radio/TV Station:□ Black □ Asian or Pacific Islander Alaskan Native □ City Employee□ Newspaper; ^ . ' ■HANDICAPS: (See reverse side for definition) □ Job-Line 
Do you have any limitations in the following areas: □ Magazine: ^ 
□ Friend/Relative
Please check □ Sensory Disorder □ Physical □ Mental □ Other . ; 
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APPENDIX B
 
PerfbrmanGe Evaluation
 
CITY OF RIVERSIDE
 
performance EVALUAtlON
 
NAME(Last, First, Initial) JOB CLASSIFiCATION/NUMBER DEPARTMENT/DIVISION
 
EVALUATION TYPE EVALUAlION PERIOD
 
d"Probatio.n ' d.Annual '• d Other:", From Jo ' , . - - ­
INSTRUCTIONS:
 COMMENTS: 
Place a check mark G3In the box before PERFORMANCE LEVELS Use this space to provide narrative commenton overall performance 
each factor that applies or has been 5 Out^anding and to describe important incidences observed that contributed to an 
/ observed. ■ ' ' unsatisfactory,improviement required,very goOd orqutstanding4 Very Good
 
Circle the number of the performance
 perforrnance level for a factOr(s).
3 Satisfactory
 
level most applicable for the factor being
 2 Improvement Required

rated."'
 
1 Unsatisfactory
 
FACTORS LEVELS
 
■JQBSKILLS.
C~j Job knowledge 1 2 3 4 5 
Q Planning and organizing work ' 1 2 3 4 5 
. Q Thoroughness 1 2 3 4 5 
■ Qy Accuracy . /1 ■ -2 3 4 5 
□ Neatness of work product 1 2 3 4 5
 
Q Oral expression 1 2 3 4 5
 
□ Written expression 1 2 3 4 5 
quantity

Q Amount of work performed 1 2 3 4 5
 
CZl Completion of work on schedule ; 1 2 3 4 5
 
WORKCONDUCf
 
CZl- Attendance;,"- - i 2-'3
 
Q Observance of uwOrking hours ^ . 1 2 3
 
□ Attention to duty 1 2 3
 
[U Compliance with instructions ; : 1 2 3
 
D Coordination with others 1 2 3
 
O Obsefyahce of rules and procedures 1 2 3
 
[D Exercise of proper safety practices 1 2 3 4 5
 
O Care of equipment 1 2 3 4 5
 
CZ Willingness to assume responsibility 1 2 3 4 5
 
[Z Initiative or self-starting energy 1 2 3 4 5
 
O Getting along with fellow workers 1 2 3 4 5
 
[Z Meeting and handling the public 1 2 3 4 5
 
ADAPTABILITY 
d Performance in hew situations 1 2 3 4 5 
□ Performance under pressure 1 2 3 4 5
 
d Performance with minimum instruction 1 2 3 4 5
 
SUPERVISIGN/MANAGEMENT
d Planning and assigning 1 2 3 4
 
d Motivating ability 1 2 3 4
 
.d Training and instructing 1 2 3 4
 
d Fairness and impartiality 1 2 3 4
 
d Evaluating employee performance 1 2 3 4
 
d Disciplinary control 1 2 3 4
 
d Following affirmative action guides 1 2 3 4
 
' d, Leadership ■ ] 2- - '2"A­
d Acceptance of responsibility 1 2 3 4
 
d Decision making 1 2 3 4
 
d Budgetary management 1 2 3 4
 
d Effectiveness of work methods . 1 2 3 4
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